The purpose of this paper is to study the effective factors on quality of human sources training plans. Current research in terms of purpose is applicable and in terms of nature, it is descriptive and correlation kind and in terms of method, it is a survey research. The statistical population includes all employees who work in Saderat Bank of Tehran ' s west superintendence that the total number was 200 persons. The sample size was selected 131 persons according to Cochran ' s formula and the sampling method was simple random. In order to collect the data, the researcher-made questionnaire with 37 items in the form of 5-degree Likert spectrum from too high to too low was used. The face and content validity of questionnaire was confirmed by some of the experts and knowledgeable persons. Since Cronbach 
Introduction
Training is a kind of learning experience and learning is the change proportional with sustainability which is created in the potential behavior of persons by the effect of experience. This word is applied more in translation of training word, while the real translation of this word is education and the purpose of it is the regular and constant proceeding that the purpose of it is to help the physical, mental, cognitive, moral and social growth or generally the growth of learners , personality aligned with social normalization and help to the fluorescence of the talents (Seif, 1991) . In-service training to create learning experience is since the time that person has traversed his employment stages and he is employed in the institution and specialized or professional training will be as a kind of in-service training, an attempt for accurate conformity of person to the vocational features and coordination of him with the organization ' s needs. Also in-service training is the set of planned training activities for reforming and enhancing the knowledge, skills, attitude and behaviors of organization ' s members for doing the special tasks and organizational duties (Singh and Mohanty, 2012) .
In-service training has been expanded abundantly as a part of the plans for development and excellence of employees in today ' s organizations. The purpose of codification of training plans in the organizations is to update the forces and employees as the most important company ' s capitals. Development of organizational human sources causes to promote the goods production and services and also improve it, but certainly the organizational productivity promotion can be known as the most important output of development plans of human sources in mas.ccsenet.org Modern Applied Science Vol. 10, No. 12; 2016 the organization. In-service training in the organization can have direct and indirect effect on promotion of productivity (Barzegar, Farjad, 2011) . The organizations that utilize of knowledgeable and successful managers have understood the necessity of training in the organizations correctly and they consider the development on d improvement of human sources as one of the organizational necessities. Development and improvement of the organizational human sources requires to identify the training needs proportional with each vocation for the employees of that vocation. Explaining the training needs is in fact the underlying stone of training planning proportional with each vocation for the employees of that vocation (Abdi & Sharifzadeh, 2008) .
In the foundation of in-service training, there is this belief that this kind of training can increase the knowledge and skill of participators and it can make their attitude positive, this kind of training will be useful when the members want to learn and the superintendents want to teach (Haddadnia & Shahidi, 2010) .
Therefore, it can be said that the important point is that the human sources productivity isn't increased only by holding these courses, because training courses entail some costs for the organization. On the other hand, Peter Draker believes that despite of heavy costs, training the work force in a short time puts any retarded country in the category of advanced countries with high productivity, therefore the organizations in addition to pay attention to the tangible and intangible training profits and its costs, with the purpose of promoting the quality level of training plans should strengthen the positive points and reduce the negative and ineffective points of these courses. With regard to the mentioned issues, we see that the first and most important results of applying the trained employees is to increase the quality of plans, and constant vocational training of managers and employees can have effective role in progress of organizational purposes, therefore achieving this important case depends on good quality of training the employees (Hariri & et al, 2010) . With these details, the purpose of this paper is to study the effective factors on the quality of human sources training plans in employees who work in Saderat Bank-Tehran ' s west superintendence. 
The Conceptual

The Research Hypotheses
-The curriculums kind (technical and non-technical) has effect on the quality of human sources training in Saderat Bank -Tehran , west superintendence.
-Training environment has effect on quality of human sources training in Saderat Bank -Tehran ' s west superintendence.
-Work environment has effect on quality of human sources training in Saderat Bank -Tehran ' s west superintendence.
-The kind of personality characteristics of trainees has effect on the quality of human sources training in Saderat Bank -Tehran ' s west superintendence. Vol. 10, No. 12; 2016 Matanivet al (2008) did a research entitled "studying the effect of in-service training in development of human sources (in Islamic Azad University, Sari Branch). The results indicated that in-service training courses have been effective on the rate of productivity, job satisfaction, job sustainability and necessary readiness for doing the duties. Also there is meaningful difference between the effectiveness means which have been obtained in two woman and man groups.
The Empirical Background of the Research
Hosseini (2010) in a research entitled "pathology of human sources training" achieved the following results. High-powered and important organizations manage, develop and utilize of all potential ability and talents of their employees in all individual, team and organizational levels and they try to increase the knowledge, skill and abilities of their employees through planned training process based on four steps of needs assessment, training designing and planning, training executive management and also assessment of training (quoted from Monfared, 2010).
Haddadnia & Shahidi (2010) in a research entitled "studying the view of faculty members of Islamic Azad University about the effect of in-service training of them on training quality of universities" achieved the following results. In-service training to high extent causes the increasing of the scientific abilities, better understanding of students , needs, better using of facilities and equipment, development of needed scientific content, improvement of doing teach duties and improvement of reliability to the university.
Hashemi & Abbasi (2012) in a research entitled "in-service training as an effective strategy in development of human sources aligned with national production" achieved the following results. Nowadays attention to the human force productivity is one of the most elegant, accurate and perhaps complex works in the management arena and productivity methods in each training environment have relative efficiency and the manager ' s duty is early diagnosis of these methods in any time and place. Therefore attention to the human sources productivity and enhancement in the organizations is accounted as one of the serious duties of managers that has been considered in this article (quoted from Rahmani, 2013). s purposes depends on the employees , ability in doing the duties and conformity to the changeable environment. Executing the training and enhancing the human force cause the persons to be able to continue their activities proportional with organizational and environmental changes effectively and they can add their efficiency. Therefore, training and enhancing constant and planned attempt by management are for improving the employees , competence levels and organizational performance.
Sultana et al. (2012) did a research entitled "training effect on employees productivity". The results indicated that in-service training courses haven't had effect on increasing of vocational satisfaction of employees, but training courses have been effective on increasing of three indexes of the employees incentive to work, employees , optimal use of organization sources and employees , skill to do the work. With regard to the mean which was obtained from four indexes, this result has been achieved that in-service training courses is effective on increasing the company ' s employees productivity (quoted from Farjad and Mollahosseini, 2012).
Irene Fergouson (20090 did a research entitled "the training and development effect on performance and productivity of employees in general sector organizations. The results indicated that training activities shouldn't be done in routine state that all know, rather for better responding, they should be accomplished in a creative form beside other activities in order to be able to help the employees to know their talents and develop their vocational route.
Methodology
Current research in terms of purpose is applicable and in terms of method, it is descriptive and in terms of information collection kind, it is survey research. The statistical population of current research includes all employees who work in Saderat Bank -Tehran ' s west superintendence that the total number is 200 persons. The sample size was selected 131 persons according to Cochran ' s formula. The sampling method was random. In order to collect the data, the researcher-made questionnaire with 37 items in the form of 5-degree Likert spectrum from too high to too low was used. For the variables of curriculums, training environment, work environment, personality characteristics of trainees, quality of in-service training plans in order 15, 6, 6, 5 and 5 items were regulated. The face and content validity of questionnaire was confirmed by some of experts and knowledgeable persons. Since the Cronbach ' s Alpha coefficient for the variables of curriculums (0.875), training environment (0.942), work environment (0.759), personality characteristics of trainees (0.901) and the quality of in-service training plans (0.867) was obtained higher than 0.7, it can be said the items have the necessary internal coordination and the reliability of the questionnaire is confirmed. In order to analyze the data, one-sample t-test and two-variable linear Regression with spss software were used.
The Research Findings
Studying the assumption of the data normality by using of normality test (Kolmogorov -Smirnov) 
Studying the Linear Regression Assumptions
Normality Test (One-Sample Kolmogorov -Smirnov Test)
The Errors Independency Test (Durbin -Watson)
The amount of this test in this research has become 1.845, therefore it can be concluded the errors existing in the Regression equation of this research don't have special correlation and they are independent from each other. According to the table 8, with regard to this issue that p-value<0.05, therefore the assumption of the means equality is rejected namely the collected data have different means and the amount of mean difference with standard level is equal to 1.206 and this difference amount is positive number which indicates the mean of responders , view is more than the intended standard level namely work environment has role in quality of human sources training plans in Tehran ' s Saderat Bank. As it was indicated in the table 11, the variable of trainees , personality characteristics with Beta coefficient of (0.241) 24% has the power of predicting the dependent variable changes of in-service training plans. Therefore, there is positive and meaningful relation between curriculums component and quality of in-service training plans.
Discussion and Conclusion
Here, a summary of findings is presented:
The results of one-sample t-test with positive standard difference of 1.366 and Regression test with meaningfulness level of lower than 5% and Beta coefficient of 0.068 indicated the variable of curriculums kind can have positive effect on quality of human sources training plans. Namely with enhancement of curriculums kind, quality of human sources training plans in the bank is improved. This research finding is aligned with the research results of Tansel (1994) , Hill (2001) and Boughzala (1999) .
Also the results of one-sample t-test with positive standard difference of 1.141 and Regression test with meaningfulness level of lower than 5 percent and Beta coefficient of 0.379 indicated the variable of training environment kind can have positive effect on quality of human sources training plans. The results of this hypothesis are aligned with researches of other researchers that by improving the training environments, the quality of human sources training plans in the bank is increased.
The results of one-sample t-test with positive standard difference of 1.206 and Regression test with meaningfulness level of lower than 5% and Beta coefficient of 0.762 also indicated work environment variable can have positive effect on quality of human sources training plans.
Finally the results of one-sample t-test with positive standard difference of 1.161 and Regression test with meaningfulness level of lower than 5 percent and Beta coefficient of 0.241 indicated the variable of trainees , personality characteristics kind can have positive effect on quality of human sources training plans.
Suggestions
According to the result of hypothesis 1, the following suggestions are presented:
-In-service training of Saderat Bank should be planned in order to offer new information to the employees in relation with their works kind.
-In-service training should increase applicable information of employees. mas.ccsenet.org Modern Applied Science Vol. 10, No. 12; 2016 -In-service training should be in a manner that employees to be able to do their duties correctly.
According to the result of hypothesis 2, the following suggestions are presented:
-For improvement of in-service training, proper and sufficient training equipment should be provided.
-For improvement of in-service training, the training kind should be provided with practical and workshop method so that through this way, the lessons to be stabilized in the learners , mind better.
-For increasing the training quality, it is better the number of trainees in each class to be selected with proper size.
According to the result of hypothesis 3, the following suggestions are presented:
-Assessment systems after in-service training should enable us to assess the difference amount of employees , performance with their current status.
-For enhancement of holding in-service training, the training authorities should have mutual agreement with superintendents in the methods of doing work in Saderat Bank.
-Employees should help to each other for understanding new lessons in the work proceeding.
According to the result of hypothesis 4, the following suggestions are presented:
-The trainees should have active participation.
-Learners should have sufficient incentives for doing individual and gregarious activities.
-Learners should be encouraged for having team work morale.
